Abstract:-This study aims at examining the linkage among self esteem, general self-efficacy and competences of individuals. Attracting competent and motivated people into the organisation is challenging real concerns that make policy makers and researchers think from a diverse range of countries, such as the United States, the Netherlands, Germany, the United Kingdom, Australia and India. Therefore, it is not surprising to observe that a growing body of research examines the underlying reasons for motivating individuals to become effective performers. This study proposes a conceptual model to identify relationship among the variables self-esteem, general self-efficacy and competences.
INTRODUCTION
Globalisation of economy throws a lot of challenges to every industry which penetrates from the top to bottom levels of the management .Of all the challenges managing the work force is the inevitable and the toughest . The changes that take place in the demography and social system have been playing a vital role in renewing the HR practices related to employee productivity, performance and growth. One of the most commonly used HR practice is competency mapping for the development of employees. Identifying and developing the competencies in organisation enable better performance management as well as help the recruitment and selection, training and development, compensation, career and succession planning of the employees and also positions the company in this competitive environment. Competency mapping is a strategic HR framework for monitoring the performance of employees at all levels. Improving the competences of a firm according to the market needs is the most important activity of any organisation in this competitive world. At the back of any superior or successful activity lies a competence. Great leaders in business strategy have identified core competencies, generic competencies that a business firm has to focus to achieve success in all specific environments. Competency mapping is a strategic HR management for monitoring measuring, developing, training, and retaining the powerful human resource in the organisation. In this paper the researcher proposes a conceptual model with the input variables self-esteem, general self-efficacy to understand competences. The existing competencies could be studied in depth to bridge the gap of the lacking competency which help them to get trained and successive planning supporting human resource planning functions in an organisation
II. LITERATURE

SELF-EFFICACY
Self-efficacy , defined as -beliefs in one's capabilities to mobilize the motivation, cognitive resources, and courses of action needed to meet given situational demands‖(Wood, R., & Bandura, 1989,p.408). Selfefficacy has been widely studied in organizational behaviour research (Bandura, 1997,Gist, M. E., & Mitchell, 1992,Stajkovic, A. D., & Luthans, 1998). Research has established that self -efficacy influences and predicts many other important work-related outcomes and job attitudes, (Saks, 1995) ,training efficiency(Martocchio, Joseph J., 1997) and job performance and effectiveness (Stajkovic, A. D., & Luthans, 1998). According to Social cognitive theory (Bandura, 1997 ,Bandura, 1986 ,self-efficacy beliefs base on three dimensions (1) level of magnitude i.e., particular level of task difficulty, (2) strength i.e., certainty of successfully performing a particular level of task difficulty and (3) generality i.e., the extent to which magnitude and strength beliefs generalise across tasks and situations Recently researchers have started focussing more on trait -like general dimension of self-efficacy, termed as general self-efficacy (GSC). GSE is defined as -one's belief in one's overall competence to effect requisite performances across a wide variety of achievement situations‖ (Eden, in press) or as -individuals' perception of their ability to perform across a variety of different situations‖(Judge, T. A., Erez, A., & Bono, 1998) .Hence GSE identifies differences among individuals in their feeling to view themselves capable of meeting task demands in a broader range of contexts. Researchers(Judge, T. A., Locke, E.
A.,&Durham, 1997,Gardner, D. G., & Pierce, 1998) have identified that specific self efficacy is a motivational state and general self efficacy is a motivational trait. According to Eden Both GSC and specific self-efficacy (SSE) are beliefs about one's ability to achieve the desired outcomes but the construct differ in scope of application of the performance field. According to Eden,( 1988) GSE is more resistant to ephemeral influences than SSE. , GSE and SSE share the same antecedents such as actual experience, vicarious experience, verbal persuasion and psychological states. (Bandura, 1997b) .The most powerful antecedent of GSE is the bundle of previous experiences. (Sherer, M.,&Adams, 1983 :Shelton, 1990 ). Shelton (1990) (Bandura, 1997) . General self-efficacy (GSE) is the belief in one's competence to tackle novel tasks and to cope with adversity in a broad range of stressful or challenging encounters, as opposed to specific self-efficacy, which is constrained to a particular task at hand. This study based on social-cognitive theory of Bandura explores relations between GSE and the other psychological constructs from seven countries among 8796 respondents. A high positive association found between GSE and optimism, self-esteem and self-regulation. A negative association found between GSE and depression and anxiety.(Luszczynska, Gutiérrez-Doña, & Schwarzer, 2005)Self efficacy is defined as a quality that is effective in behaviours and individual's self judgment about himself regarding the capacity to organize necessary thing to carry out a performance and do it successfully (Bandura, 1997). Self efficacy has been explained as individual's expectations about himself regarding level of success when he faces a new situation (Tschannen-Moren and Woolfolk Hoy, 2001), student's level of success and ability to teach about positive behaviours occurring from behaviours (Kiremit, 2006)
SELF-ESTEEM
Morris Rosenberg (1965) and Social-learning theorists defined self-esteem in terms of a stable sense of personal worth or worthiness, measurable by self report testing. Nathaniel Branden (Branden, 1992 ) defined self-esteem as "the disposition of experiencing oneself as competent in coping with the basic challenges of life and as being worthy of happiness". This two-factor approach provides a balanced definition that seems to be capable of dealing with limits of defining Self-esteem primarily in terms of competence or worth alone. There are two components to Branden's definition. The first he calls self-efficacy: "confidence in the functioning of my mind, in my ability to think, understand, learn, choose, and make decisions; confidence in my ability to understand the facts of reality that fall within the sphere of my interests and needs; self-trust, self-reliance". The second is self-respect: "Self-respect means assurance of my value; an affirmative attitude towards my right to live and be happy; comfort in appropriately asserting my thoughts, wants and needs; the feeling that joy and fulfilment are my natural birthright". Branden's (1992) description of self esteem includes the following primary properties:
• Self-esteem as a basic human need.
• Self-esteem as an automatic and inevitable consequence of the sum of individuals' choices in using their consciousness.
• Something experienced as a part of, or background to, all of the individual's thoughts, feelings and actions. In his famous book, 'The power of self-esteem' Nathaniel Branden (1992) remarks that "self-esteem is the experience that we are appropriate to life and to the requirements of life. More specifically, self-esteem is : 1. Confidence in our ability to think and to cope with the basic challenges of life. 2. Confidence In our right to be happy, the feeling of being worthy, deserving, entitled to assert our needs and wants and to enjoy the fruits of our efforts". According to Blascovich, J., & Tomaka,( 1991) self-esteem refers to an individual's sense of his or her value or worth, or the extent to which a person values, approves of, appreciates, prizes, or likes him or herself. Branden
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DOI: 10.9790/0837-2202053339 www.iosrjournals.org 35 | Page points that -positive self-esteem is the immune system of the spirit, helping an individual face life problems and bounce back from adversity‖. (Branden, 1992) -Self-esteem is how we value ourselves; it is how we perceive our value to the world and how valuable we think we are to others. Self-esteem affects our trust in others, our relationships, and our work -nearly every part of our lives. Positive self-esteem gives us the strength and flexibility to take charge of our lives and grow from our mistakes without the fear of rejection. The outward signs of positive self-esteem:
• Competencies include the collection of success factors necessary for achieving important results in a specific job or work role in a particular organization. Success factors are combinations of knowledge, skills, and attributes (referred as "KSA's") those are described in terms of specific behaviours, and are demonstrated by superior performers in those jobs or work roles. Attributes include personal characteristics, traits, motives, values or ways of thinking that impact an individual's behaviour. Competence is a standard requirement for an individual to properly perform a specific job. It consists of knowledge, skills and behaviour used in such a way to improve performance. In general, competence is the state or quality of being adequately or well qualified, having the ability to perform a specific role. Management competency includes the traits of systems thinking and emotional intelligence, and skills in influence and negotiation. A person possesses a competence as long as the skills, abilities, and knowledge that constitute that competence are a part of them, enabling the person to perform effective action within a certain workplace environment. The competencies have five characteristics, they are Motives: Things a person consistently thinks about or wants that cause action, motives drive, direct and select behaviour towards certain actions. Traits: Physical characteristics and consistent responses to situations. Self Concept: A person's attitude value or self image. Knowledge: Information a person has in a specific work area Skill: The ability to perform certain mental or physical tasks. The four general competences are relation competence, learning competence and change competence. 
Managerial Competency
Competencies are considered essential for staff with managerial responsibility in any service or program area, including directors and senior posts. Some managerial competencies could be more relevant for specific occupations, however they are applied horizontally across the Organization, i.e. analysis and decisionmaking, team leadership, change management, etc.
Generic Competencies
Competencies are considered essential for all staff, regardless of their function or level, i.e. communication, program execution, processing tools, linguistic, etc.
2.3.4Technical/Functional Competencies
Specific competencies which are considered essential to perform any job in the Organization within a defined technical or functional area of work, i.e. environmental management, industrial process sectors, investment management, finance and administration, human resource management, etc.
2.3.5Competency Mapping
Competency mapping is the process of identifying the key in an individual that are the most critical to succeed in a work role or situation. It also identifies the key competencies for a particular position in an organisation and then and then using it for job-evaluation, recruitment, training and development, performance management, succession planning etc., Success of any organisation depends on identifying its strengths and weakness. Competency mapping is a process through which one assesses and determines one's strengths as an individual worker and in some cases, as part of an organization. It generally examines two areas emotional intelligence or emotional quotient (EQ), and strengths of the individual in areas like team structure, leadership, and decision-making. Large organizations frequently employ some form of competency mapping to understand how to most effectively employ the competencies of strengths of workers. They may also use competency mapping to analyze the combination of strengths in different workers to produce the most effective teams and the highest quality work. Effectiveness for an organisation is the summation of the competencies such as gap analysis, role clarity, selection, potential identification growth plans, succession planning, restructuring and inventory of competitions for future planning.
CONCEPTUAL FRAME WORK
The following are the proposed objectives 1) To study the relationship between competence and self esteem.
2) To study the relationship between competence and general self efficacy.
3) To study the relationship between self esteem and general self efficacy.
III. DISCUSSIONS
From the above literature its evident that self-esteem and general self-efficacy are very important input variables for competence which is the threshold of performance. The literature showed the importance of selfesteem and general self-efficacy in an individual which are directly connected with superior performance hence linked with competence of the individual. From the literature it is so evident that the relationship between selfesteem with competence and general self-efficacy with competence are not found which throws gap for further research to be done in establishing these relationships. Hence general self efficacy is linked to all the human Self-Esteem Similarly self-esteem also proves the self worthiness of an individual which is also linked with positive aspects to enhance competence. Hence self-esteem and general self-efficacy determines competence and enhances performance in an individual. This study becomes very important to academic view point and practical aspects. This would help the human resource department to undertake training programmes to enhance general self-efficacy and self-esteem to train the individuals to become more competent in their domains through development activities. This study further helps in mapping competencies for the job specific domains and levels. High general self-efficacy and self-esteem drives a person to become competent to result in remarkable performance.
IV. CONCLUSIONS
This study helps in understanding different dimensions of competence of employees in an organisation. It may help in involving appropriate selection process of employees. lt may provide more awareness regarding career competence which leads to career growth. It may be possible to set performance standards for the employees. It may enhance the competitive position in the quality of organisation. The competence framework applied in organisation may help linkage between employee development and human resource management. Understanding competence helps in improving the performance standards of the employees and hence increases the competitive position of the organisation in the market. This also helps in retaining the superior performers who are a real asset to any organisation. Moreover this study helps in competency mapping which is a dire need in this present times for any organisation. Identifying the competencies of a job enhances the values for the organisation. Competency profiling helps in identifying the superior performers and hence helps in training the other below average employees in an organisation. This helps in training and successive planning at the organisation level. This study helps for mapping identified competencies for training and successive planning in human resource functions of an organisation.
